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Introduction to EP4A
The European Union Erasmus+ project Get involved in EP4A: European Partnerships for
Apprenticeships brings together intermediary organisations and VET stakeholders to build
capacities of intermediary bodies such as chambers of commerce, industry, trades and
crafts supporting apprenticeships in SMEs and to support strong partnerships with social
partners and other relevant stakeholders such as chambers and various competent
institutions.
The project’s overall objective is “to contribute to the increased employability of young
people in the partner countries” enabling them to meet the Europe 2020 and respective
national targets.
The project specific objective is to promote apprenticeships by building partnerships
between intermediary bodies, companies, VET providers, public authorities and social
partners in project countries.
Apart from establishing partnerships between businesses, VET providers and intermediary
organisations together with public authorities and social partners with the aim of getting more
SMEs involved in apprenticeships; the project will enhance the awareness of the benefits of
apprenticeships among target SMEs through the implementation of tailor made
attractiveness campaigns.
The main target group are SMEs with no or limited experience in apprenticeships. This
project will also involve public authorities such as ministries and VET agencies, VET
providers, student and parent associations, social partners and other related key
stakeholders.
This project is expected to generate wide and high quality impact on SME level. SMEs will
be able to co-shape WBL-reform within the Apprenticeship Partnership structures and thus
contribute to the modernisation, attractiveness and better accessibility of apprenticeships;
benefit from better awareness and advisory services on apprenticeship programmes
(planned and existing) and be recognised and awarded for recruiting apprentices. Thus, the
supply, quality and attractiveness of apprenticeships will be improved in all four partner
countries.
Project Background
Tackling labour force skill mismatches and increasing the employability of young people are
common challenges across many European countries, including Croatia, the UK, Slovakia &
Serbia. There is strong evidence that work-based learning, particularly apprenticeship helps
to equip young people with the skills that can improve their employability and ease the
transition from school to work. Expansion of apprenticeships is therefore one of Europe’s top
priorities in the period 2015-2020.Yet, many SMEs are reluctant to recruit apprentices due to
various factors, incl. internal shortfalls, burdensome or incomplete regulatory frameworks
and inadequate awareness of the real benefits of work-based learning (WBL) for companies.
All project countries have recently launched policy reforms aiming at further promoting
apprenticeship programmes in line with the policy objectives of EU 2020, ET2020, the
Bruges Communique and the ‘’Riga Conclusions’’, incl. related national target commitments.
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The EP4A project aims to promote apprenticeships by building partnerships between
intermediary bodies, companies, VET providers, public authorities and social partners in
project countries.

Project Objectives
Project specific objective will be attained through two main results:
 Partnerships between businesses, VET providers and intermediary organisations
together with public authorities and social partners are built and/or further
strengthened with the aim of getting more SMEs involved in apprenticeships; and
 Awareness of the benefits of apprenticeships enhanced among target SMEs
through the implementation of tailor made attractiveness campaigns.
Main Target Group
The main target group are SMEs with no or limited experience in apprenticeships.
Main project activities:
 Analyzing of country contexts, SMEs needs and European best practices in the
field of apprenticeships
 Enhancing professional capacities of intermediary bodies/project partner
organizations’ staff to support partnership building and promote apprenticeships to
SMEs via training workshops, study visits and peer learning, and elaborate on
of SMEs Apprenticeship Guides;
 Organizing series of partnership building workshops, round-tables and
meetings
 Developing partnership building Road Maps for Croatia, Slovakia and Serbia (UK
partner with an advisory role)
 Preparing and signing Memoranda of Understanding underpinning the
operation of
 Apprenticeship Partnership structures in Croatia, Slovakia and Serbia (UK partner
with an advisory role)
 Implementing Apprenticeship Awareness Campaigns
Introducing Help desk lines to assist SMEs to engage in apprenticeships
 Organizing info days for SMEs to promote apprenticeships
 Developing a “Trademark” for SMEs engaging in the provision of apprenticeships
in Croatia, Slovakia and Serbia
 Organizing an International Conference in Zagreb to promote knowledge transfer,
disseminate project work and promote the idea of a Danube Alliance of
Apprenticeships

Expected Impact
The project will have a major impact on the target group (SMEs) both in short and long
term contributing to the increased awareness and supply of apprenticeships in all
four countries.
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Though primarily targeting SMEs with no or some experience in apprenticeships, project
work will entail a multi -layered impact in an effort to ensure sustainability by means of
including all major VET stakeholders.
More specifically, the project’s short-term impact on SMEs will entail the following
elements:









Active engagement in policy dialogue and policy-making: The inclusion of SMEs
in the building and works of structured social dialogue platforms such as the foreseen
and established Apprenticeship Partnerships will provide for an increased “bottomup” perspective which will be anchored on learning the lessons out of real
experiences before embarking on large scale interventions, including regulatory
changes, where deemed necessary;
Increased awareness of benefits of taking apprenticeships, related
responsibilities and available incentives resulting from tailor-made and needsresponsive attractiveness campaigns and guidance toolkits;
Strengthened collaboration with other key VET stakeholders and increased
understanding of respective roles and responsibilities of each key player i.e.,
the State, chambers, schools, VET providers, and trade unions, at national, regional
and local levels: decision-making, implementation, advisory and control;
Better quality of WBL-related advisory and counselling services for SMEs as a
consequence of strengthened capacities of their respective professional business
support organisations such as chambers;
Recognition and award for companies that provide quality apprenticeships
(“Trademark”);
Increased awareness of good European practice and knowledge transfer in the
field of apprenticeships by means of exposure of SMEs management to peer learning
on successful apprenticeship schemes and latest European initiatives and platforms.

The long term project impact is expected to lead to:






Increased supply of apprenticeships in all four countries resulting from effective
policymaking decisions and concrete actions plans produced, incl. under the aegis of
Apprenticeship Partnerships;
Increased social responsibility of SMEs by means of enhanced understanding and
recognition of the importance of apprenticeships to a skilled labour force;
Strengthening of the WBL and apprenticeships systems in all four countries
resulting in a better matching of skills as a result of in-house training, increased
production, new knowledge and perspectives from apprentices;
Increased competitiveness of SMEs at national and European level as a result of
enhanced quality and employability of future labour force due to anticipated better
collaboration between schools and companies;
Enhanced standing and recognition of SMEs as a good employer, and more
broadly among their clients, suppliers and other key stakeholders.

The presence of the public authorities, intermediary bodies, & VET providers with
credibility - being partners with direct influence in policy making and implementing
responsibilities - will play a crucial role in reaching a high impact for the project results and
for ensuring project sustainability and long lasting impact. Project impact will also reach the
European level via the sharing of products with EU level knowledge institutions such as
CEDEFOP and ETF and apprenticeship networks such as EAfA.
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Introduction to WP3 Capacity Building
Key objectives
EP4A: Work Programme 3 Capacity Building enhances the current skills and knowledge of
relevant human resources in Croatia, Serbia and Slovakia to:
 Support the building and workings of Apprenticeship Partnerships (through trainings
and exposure to good practices and techniques on advocacy, lobbying, negotiations,
brokering agreements); and
 Enable them to effectively reach out SMEs (design and implementation of
attractiveness measures).
Components:
 1 vivid, interactive and dynamic 5-day knowledge transfer study visit to London –
March 2017
 Advocacy training workshops in Croatia, Serbia and Slovakia – May 2017
3 Advocacy training workshops (2 days):
 Croatia (30 people from national & regional levels)
 Slovakia (15 people)
 Serbia (15 people)
Advocacy training workshops aim to:
Enhance the skills of designate Public Relations (PR), help-desk officers and apprenticeship
promotion agents to:
 Effectively promote the benefits of apprenticeships vis-à-vis SMEs, counsel and
advise clients;
 Design and implement attractiveness campaigns targeting SMEs;
 Training will also be extended to VET experts employed in the partner organisations
and focus on strengthening their lobbying and negotiation skills as well as
partnership formation and coordination capabilities.
The EP4A UK Study Visit involved: a 5-day knowledge transfer study visit to London in
March 2017 which aimed at exposing key staff from partner organisations (18 in total) to 3
key Apprenticeship elements:
1. Understand the workings of exemplar Apprenticeship Partnership structures linking
together businesses and their employees with schools and colleges;
2. Modern techniques and approaches on lobbying, advocacy, partnership organisation
and coordination, as well as communication with a diverse range of actors in the field
of apprenticeships, with particular focus on how to effectively reach out to SMEs with
no or some prior experience in offering work-based learning; and
3. Successful cases of apprenticeship programmes steered by Apprenticeship
Partnership organisations such as the Education Business Partnerships (site-visits at
selected SMEs).
UK Study Visit objective
The planned 5-day Study Visit to London had three objectives:
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To expose European Delegates to the workings of exemplar Apprenticeship
Partnership structures linking together businesses and their employees with schools
and colleges such as the Education Business Partnerships-EBPs organisations;
To acquaint European Delegates with modern techniques on lobbying, advocacy,
partnership organisation and coordination, as well as communication with a diverse
range of actors in the field of apprenticeships, with particular focus on how to
effectively reach out to SMEs with no or some prior experience in offering workbased learning;
To carry out site-visits at selected SMEs to acquaint participants on successful cases
of apprenticeship programmes steered by the partnerships organisations such as the
EBPs.
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Introduction to the UK Education system
The UK’s education system is different depending on which country (England, Wales,
Scotland and Northern Ireland) that a pupil, student or learner is based in. The UK
educational structure is divided into:
 Primary
 Secondary
 Tertiary and Further Education
State schools (Local Authority managed institutions) are free for all pupils. Independent
schools are also available throughout the primary, secondary and tertiary levels of
education.
Pupils start school when they are turn 5 years of age; however, there also exist a range of
pre-nursery and pre-school options available to children in the UK.
The official age for when a young person can leave school in England is 18. However, a
pupil can choose between: full-time education; an apprenticeship; a traineeship; or 20 hours
of more a week working or volunteering, while attending part-time education or training.
In Scotland, a pupil can leave school at the age of 16, if they turn 16 between 1st March and
30th September after 31st May. However, if a pupil does not turn 16 until between 1st October
and 28th February, then they must remain in school until the Christmas holidays of that
school year.
In Wales, pupils can leave school on the last Friday in June as long as they will turn 16 by
the end of that school year’s summer break.
In Northern Ireland, if a pupil turns 16 during the school year (1st September to 1st July), they
may leave school after 30th June. However, if they turn 16 between 2nd July and 31st August,
a pupil must stay in school until 30th June of the following year.
The below diagram indicates the possible route-ways available in the UK:

Career route-ways chart

Furthermore information on the British Education system is available in Annex 9.
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Apprenticeships and the UK Vocational, Education and Training systems
The VET system is structured differently in each country within the United Kingdom, because
power is devolved:





England: VET is managed by Department for Education (DfE).
Wales: VET is managed by the Department for Children, Education, Lifelong
Learning and Skills
Northern Ireland: VET is managed by the Department for the Economy.
Scotland: VET is managed by the Minister for Education and Young People and the
Minister for Enterprise, Transport and Lifelong Learning. This is further overseen by
the Scottish Executive Education Department (SEED) and the Scottish Executive
Enterprise and Lifelong learning Department (SEELLD).

Ofqual National Framework in England and Wales

The below diagram provides guidance on how the wider frameworks in England, Wales,
Northern Ireland and Scotland:






National Qualifications Framework for England, Wales and Northern Ireland.
Credit and Qualification Framework for Wales
National Framework of Qualifications for Ireland
The Scottish Credit and Qualifications
Framework for higher education qualifications in England, Wales and Northern
Ireland

See below the Ofqual comparison table for further guidance on the different National
Frameworks and levels of qualifications in the United Kingdom:
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Ofqual comparison table
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UK Apprenticeships: an overview
A brief history of the UK’s Apprenticeships systems
Apprenticeships in the UK, particularly in England have their origins in the medieval craft
guilds in the Middle Ages. By the Tudor period, apprenticeships were seen as an acceptable
form of training. As well as craft training, the master of the apprentice was also responsible
for the „latter’s moral welfare; and gave him board and lodgings“(House of Commons:
a short history of apprenticeships in England: from medieval craft guilds to twenty-first
century link).
The first national apprenticeship system was established in 1563 by the Statute of Artificers,
which set the official apprenticeships’ terms and conditions, similar to the UK apprenticeship
minimum standards today. Apprenticeship popularity in the craft sectors declined in the early
nineteenth century due to the bad conditions in factories and perceived exploitation of
apprentices. However, apprenticeships in professions and certain industries (engineering,
shipbuilding, plumbing, electrical work) became more popular.
Growth continued throughout the century, the result being by 1960s over 30% of boys left
school to become apprentices. However, the overall quality of apprenticeships was coming
into question. This resulted in a decline, with half as many apprentices in employment in
1995 compared to 1979.
The UK current apprenticeships were launched in 1993. Entitled Modern Apprenticeships,
apprentices were officially recognised as employee and were allowed to claim a proper wage
for their work. Apprentices could be aged up to 25 years old. Furthermore, the relationship
included a written agreement between apprentices and employers; the qualification became
the focus, instead of the length of time, and the apprenticeship was a minimum of Level 3
qualification, equal to A-levels. This was soon followed by the Level 2 programme (equal to
GCSEs) called the National Traineeship, which intended to be a progression route for would
be apprentices who were not ready for a Level 3 qualification.
By 1998 over 250,000 people in England and Wales were on a Modern Apprenticeship. The
businesses involved were SMEs with few employees. Key sectors included: Engineering;
Retailing; Business Administration etc.
Eventually, the National Traineeship programmes became Foundation Modern
Apprenticeships. Level 3 Modern Apprenticeships became Advanced Modern
Apprenticeships.
These changes were soon followed by the development of national frameworks for each
sector qualification, ensuring their existed a minimum recognised standard throughout
Apprenticeship training providers.
By 2004, a re-brand of apprenticeship programmes took place again, with the creation of
Advanced Apprenticeships (Level 3 upwards) and Apprenticeships (up to Level 2 and later
called Intermediate Apprenticeships). The Upper age limit of 25 was removed.
Furthermore, pre-apprenticeships were created for young people not ready for a full
apprenticeship programme. Young Apprenticeships for 14-16 year olds were also launched
in schools.
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This was soon followed by the government’s apprenticeship offer: where the UK had a duty
to provide an apprenticeship place for every qualified young person aged 16 to 19, who
wished to complete one. However, this was never implemented due to changes in the
political landscape.
With the arrival of a new Government, Higher Apprenticeships were launched, equal to
foundation degrees. The Young Apprenticeship scheme ended. An Employer incentive grant
was launched for small firms wishing to hire 16 to 24 year old apprentices. The Employer
incentive scheme equalled £1,500 per Apprentice outside of London, or £3,000 for London
SMEs.
Between 2009-2012, apprenticeships doubled following the launch of apprenticeships for the
25 plus.
In 2012, new minimum standards were put in place which stated that an apprenticeship must
last at least 12 months, offer 30 hours’ employment a week and a minimum amount of
guided learning. Maths and English through Functional Skills qualifications also became
a requirement for those apprentices’ who had not earned a level 2 (GCSE level) in these
subjects.
Changes to the UK’s Apprenticeships programmes continue. Following the Richard Review
of Apprenticeships, a new funding system is piloted throughout the UK, which will see
employers being put in charge or the design of apprenticeship schemes and the funding
available.
UK Apprenticeships – defined
In the UK, an apprenticeship is employment, which includes work-based training allowing an
apprentice to earn while they learn, and gaining a nationally recognised qualification.
In the UK, Apprenticeships take between one and five years to complete and are available in
1,500 occupations across 170 industries varying from construction to manufacturing through
to IT and the creative and digital sectors.
Apprenticeship qualification levels depend on an apprentice’s current skill level and
qualifications. Apprenticeships have equivalent educational levels to more traditional forms
of qualifications:
Name
Intermediate
Advanced
Higher
Degree

Level
2
3
4,5,6 and 7
6 and 7

Equivalent educational level
5 GCSEs passes at grades A* to C
2 A level passes
Foundation degree and above
Bachelor‘s or Master’s degree

The UK Apprenticeship structure includes three key elements:
 Employment
 On-the-job & off-the-job training
 Industry-recognised Qualification (including Functional
Skills, where applicable)
In some instances, a final assessment will take place at the end of a programme to assess
the apprentice’s ability and competence in their job role.
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Apprenticeships – Qualification
Apprenticeship Qualifications utilised the Qualifications and Credit Framework or QCF. It
replaced the UK’s National Qualifications Framework (NQF) in 2015. It recognises
qualifications and units by awarding ‘credits‘. Credits can be collected, and eventually builds
into a qualification, at the learner’s own pace. QCF qualifications are regulated by Ofqual in
England, DCELLS in Wales and CCEA in Northern Ireland. As discussed earlier in this
report, Scotland utilises a different regulation system.
Each unit equals a certain level of credits. Complete enough credits and the Apprentice can
gain their qualification. QCF qualifications are available from Entry Level to Level 8.
The QCF system is also broken down into three types of qualifications:
 Awards
 Certificates
 Diplomas
Type
Award
Certificates
Diplomas

Credits
1 to 12 credits
13 to 26 credits
37 credits +

Learning hours
10 to 120 hours
130 to 260 hours
261 hours +

Apprenticeships: Accreditation, Quality Assurance & Standardisation
Quality is a key element of QCF. A unit and qualification is designed by an Accrediting body,
and includes several layers of quality assurance through assessments.
In order for an Apprenticeship provider to deliver a qualification, they must be assessed by
an accrediting body. The Apprenticeship provider must have staff qualified to deliver the
programme. Qualified staff include: Assessors, who are responsible for the delivery and
assessment of learners work; the IQA (an Internal Verifier, who holds an Internal Quality
Assurance qualification or its equivalent) is responsible for Standardisation, checks the
learners work, ensures that the Assessor is correct in both their assessments and support of
a learner; this is followed by a EQA (External Verifier) visit from the Accrediting body
checking both Apprenticeship provider’s overall quality, again through assessing the IQA
and Assessors assessment of learners‘ work.
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QCF Levels against the wider VET sector (Accredited Qualification website)
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David Garcia – Creative Apprenticeships in the UK.
The Current status of Apprenticeships in the UK and recent changes to the sector.
Building on the presentation of Sheniz Tan, the current status of the Apprenticeship
programme in UK is called the Apprenticeship Framework. The apprenticeship framework is
a structure in which several agents are involved:

Apprenticeship Framework

The Awarding Body Is the Agency in charge and authorised by the Department of Education
to deliver qualifications according to the National Qualification Framework. The Employer is
intended to provide a safe environment for the Candidate and contribute to his/her training
and education in all the aspects contained within the framework.
Colleges are the institutions who receive the contract from the Department of Education, and
either deliver themselves acting as Training provider or in most cases subcontract the
provision to a training provider and maintain the Quality Assurance function.
The candidate is the person who becomes an apprentice under the framework. The
candidate signs 2 contracts, one with the training provider and one with the employer. The
Training providers in charge of the delivery of all the aspects of the framework and are
responsible for the wellbeing of the candidate.
The principal elements of this framework:

Principle elements of the framework

More details about the former apprentice framework can be found at the Federation for
Industry Sector Skills & Standards website:
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From May 2017 (piloted since Summer 2016), a new scheme has been launched by UK’s
education authorities in close dialogue with UK Industry, to tackle and improve problems
identified in the delivery of the Apprentice framework. The new structure is called the
Apprenticeship Standards:
“The new standards put employers in control of designing apprenticeships, so people are
equipped with the skills that meet the needs of their organisation. The reforms are:





Replacing the existing complex frameworks with short, simple, accessible
apprenticeship standards describing the skills and knowledge that an individual
needs to be fully competent in an occupation; and written by employers in a language
they understand.
Improving the quality of apprenticeships through higher expectations of English and
Maths, more rigorous testing to ensure the apprentice is fully competent and raising
aspirations for apprentices by introducing grading at the end of the apprenticeship.
Giving employers control of the funding so that they become more demanding
customers.”

For more information, read the Employer Reform Factsheet linked below:
Employer Reform Factsheet
In the Apprenticeship Standards the structure changes drastically mainly in terms of “who
defines and determines the content or the training, and how this content is established. The
awarding body disappears as main agent for this function which is now taken by what is
called Apprentice Trailblazers: Consortiums participated by all the stakeholders of the
different sectors and professions who create the content following a established procedure
of dialogue and implementation.”
Further information about this process, read the Institute for Apprenticeship’s Guide for
trailblazers:
‘How to’ guide for Trailblazers
For a full list of current apprenticeship standards approved and those in development, please
visit:
Current Apprenticeship standards
One of the main aspects that have changed within the apprenticeship sector and the most
controversial one in terms of policies, has been the funding aspect with the introduction of
the Apprenticeship Levy, compulsory for all large employers in the UK, and at the same time
the most celebrated change in the system is the apprenticeship service:
Apprenticeship funding: how it will work
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Apprenticeship Levy
The Apprenticeship Levy is part of a new financial structure of Apprenticeship programmes.
Whereas previously Apprenticeships funding was allotted to Apprenticeship providers to
decide on the frameworks to offer employers, such as Health & Social Care/Hospitality,
under the Apprenticeship Levy scheme, any employer with a staff bill of over £3 million per
annum, will have to pay the Apprenticeship Levy and the employer will decide how to utilise
any Apprenticeship funding and Training Providers will have to approach employers.
For businesses that pay less than £3 million per annum towards their staff bill, the current
system will remain the same.
Apprenticeship Levy element
Choosing a Training Provider

Agree a price and payment schedule

Pay for training and assessment with funds
through your apprenticeship service account
Co-investment

What is involved
There are 2 different types of
Apprenticeships to choose from:
 Apprenticeship standards: each
standard covers a specific occupation
and set out core skills, knowledge
and behaviours an apprentice will
need; they are developed by
employer groups known as
‘trailblazers’
 Apprenticeship frameworks: a series
of work-related vocational and
professional qualifications, with
workplace and classroom-based
training
The employer and training provider must
then agree a total price for each
apprenticeship, which includes the costs of
training and assessment.
Once an apprenticeship programme has
been selected, monthly payments are sent to
the Training Provider
When employers cannot afford to pay for
training in a particular month, the UK
Government will ask the employer to share
the remaining cost of training and assessing
for apprentices with the Government. This is
called Co-Investment:
 Employers will pay 10% of any
outstanding balance for the month
 The Government will pay the
remaining 90% up to the funding
band maximum
 Any remainder (over the maximum),
must be paid by the employer.
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Case Study 1: MiddletonMurray
Profile
In 2002, CEO Angela Middleton, set up MiddletonMurray, which has now grown into a group
of companies with branches employing 90 permanent staff, many temporary staff, freelance
trainers and suppliers.
Mission:
To develop great careers for the next generation of employees and to build future-proof
workforces for our SME clients
Vision:
To be the leading provider of workforce solutions for SMEs in London and Kent
Products/Services:
 Recruitment services to Employers
 Apprenticeships
 Training
Pre-Apprenticeships
Programmes available
Apprenticeship programmes are offered to young people aged 16 to 24. Level 2 and Level 3
qualifications are offered in:
 Business Administration
 Child Care
 Customer Service
Higher Apprenticeships are also offered at Level 4 and Level 5.
16 to 18 year olds must pass a Pre-Apprenticeship (Traineeship) programme before they
can be assigned to an employer. The Pre-Apprenticeship will incorporate a work experience
activity for 6 weeks.
Pre-Apprenticeship/Traineeship – 6-week programme





Employability skills
Life Plan – 5-10 year plan
Budgeting plan
Work Skills accreditation course
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SME Engagement methods
MiddletonMurray utilises the Apprenticeship Training Agency (ATA) approach when working
with SMEs, offering them the option of a certain level of flexibility on hosting Apprentice.
MiddletonMurray’s uses a learner-led approach to engaging with new SMEs, based on
learners’ pre-apprenticeship programmes and their aspirations with regards sectors and
employer types.
Marketing is especially important, in the recruitment of new SMEs:





Campaigns
Open days
Social Media
Cold calling

Each method of Employer engagement changes based on the type of sector, the Employer
belongs to.
MiddletonMurray works closely through the National Apprenticeship Service, using its
websites and referrals through the website to match suitable employers and learners.
MiddletonMurray also partners with key stakeholders, such as strategic Local Authority
partners in Kent. Activities include:



Guest speakers from large companies
Referrals from the events are introduced to MiddletonMurray by the Local Authority

SME engagement
Many SMEs believe that they are unable to commit the time to appoint an Apprentice.
In order to address this, MiddletonMurrays’ Employer Engagement Team:





Ask employers about their day
And the create a job role based on what they say, specifically what they do not have
time to complete
Employer Engagement Team then invites them in for an Open Day – no obligation
Employer Engagement Team focuses on sustainability – where an employer has
accepted one apprentice, they will often return for a second apprentice.

In-work support
 Once an Apprentice starts employment, they receive in-work support, including
fortnightly calls from their Assessor
 Employers also receive regular contact from their assigned Employer Engagement
contact
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MiddletonMurray - Apprenticeship Delivery Plan

MiddletonMurray - Apprenticeship Cycle
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Case Study 2: CareerWise
Profile
CareerWise is a development consultancy organisation focusing on supporting young
people, the unemployed, professionals and fellow Training Providers, Welfare to Work,
Youth organisations and Employers throughout London to develop, grow and be
aspirational.
Established in 2011, CareerWise was a small consultancy organisation that did occasional
training, while supporting the delivery of partner organisations. In 2014, had 3 staff members
and gradually the organisation received contracts.





Apprenticeships
Youth In Action Youth Exchange
19+ Loan schemes
Skills Support for the Unemployed

Alongside these programmes, CareerWise also started to support staff in work, through
progression projects and 24+ Apprenticeships.
Programmes available
Programmes and services CareerWise offer include:
 Apprenticeships
- Customer Service
- Health & Social Care
- Child Care
- Early Years Education
- Leadership & Management
- Hospitality
 Careers & Information, Advice & Guidance
 Pre-Apprenticeships
 In Work progression
 Unemployment support programmes
Learner engagement
According to CareerWise, many learners, especially young people wish to complete
qualifications especially Apprenticeships that believe they either are not in the right sector or
would not be able to prove their competencies. Such as a learner in a Customer Service
role, may wish to complete an Apprenticeship in Team Leading or Management, however,
they would not be able to achieve their qualification, because they are not carrying out any
management or team leading activities.
Learners would not be able to prove competencies in these roles.

SME Engagement methods
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Best practice when working with Employers
 Eligibility checks at sign-up (No Sole Traders/Liability insurance)
 Signing of Declaration
 Knowledge/Skills – not necessary to hold set qualifications
 Employment skills-focused
Sales Teams
 Employer Engagement Team that recruit employers
 Match learners to employers
 CareerWise’s Sales Team members all hold Assessor qualifications, to assist in their
understanding of the qualification, the skills a learner needs to learn and also assist
them in understating the role of the Assessor.
 Need to offer more to employers, especially in a competitive environment
 Build strong partnerships in the communities they serve – ensures long term
relationships
CareerWise’s methods of delivering Apprenticeships
Peer Assessors – young people recruit young people. Also ensure engagement through
peer-to-peer learning. The key focus of CareerWise’s apprenticeship delivery includes:
Employers – Assessors – Learners
Awarding Bodies
Assessments





Questions & Answers
Witness Statements
Assignments
Individual Learning Plans

Assessors need to be:






Competent
Qualified
Experience
Flexible
Ensure they have Timely completers (within a 12 month period), as CareerWise will
lose its’ final payment from the funder, if learners are not completed within 60 days
after the 12th month

Best Practice
 Standardised Meetings
- Monthly
- Share practices
- Identify Learner issues
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CareerWise key stakeholders:
 Awarding Body
 Employers
 Unemployed
 Funders
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Case Study 3: Fashion Enter
Profile
Fashion Enter is a not for profit, social enterprise, which strives to be a centre of excellence
for sampling, grading, production and for learning and development of skills within the
fashion and textiles industry.
FashionCapital.co.uk
FashionCapital.co.uk is the UK's leading portal for the fashion industry and is the sister
company to Fashion Enter Ltd
Launched in 2001 the Fashion Capital site is a one stop online resource with a dedicated
team of journalists, business advisors and industry experts to ensure users receive a unique
insight into the world of fashion.
Production and Sampling
Fashion Enter has a Factory for large-scale production and a Fashion Studio for grading,
sampling and small productions runs. Both units are Sedex approved and produce for
leading retailers, retailers, designers and new business start-ups.
Fashion Technology Academy
The Fashion Technology Academy (FTA) is collaboration with Fashion Enter Ltd - sister
company to FashionCapital.co.uk, Haringey Council, DWP and global retailer ASOS.com.
Opened in March 2015 the fully equipped FTA is an extension of the successful Stitching
Academy and includes a range of qualifications at Levels 1 to 4, which cover the entire of the
'Garment life cycle' including Stitching, Production and Pattern Cutting. Fashion Enter are
also one of the largest training providers of Apprenticeships at levels 3 and 4 within Apparel
Manufacturing (fashion) working with employers such as ASOS.com, Marks & Spencer,
River Island and House of Fraser.
The academy is the first apparel manufacturing training academy in the country to operate
alongside a live factory and fashion studio ensuring that students gain exposure to real 'Best
of British' manufacturing whilst training for their qualifications. The FTA has been created to
train a new generation of skilled workers ensure that the UK apparel manufacturing sector
continues to thrive.
Programmes available
Apprenticeships
Fashion Enter is England's leading provider for the Fashion and Textiles
Apprenticeship programme offering Level 2 Apparel Apprenticeship, Level 3 Diploma in
Apparel Footwear, Leather or Production and Certificate in Apparel Manufacturing
Technology, and Level 4 Technical Textiles – Product Sourcing and Development.
In 2013 Fashion Enter was awarded The Tick Mark of Excellence by Creative Skill set for its
training standards provision and is now an accredited Showcase Centre through ABC

24

Awards due to its high standard of excellence attained in training at all levels. The Fashion
and Textiles Apprenticeship programme is a unique combination of training and career
specific work experience. The apprentice will be working with one employer for the entire
course therefore providing an opportunity for both the employer and the individual to develop
a long and sustainable relationship.

Business Mentoring
Business mentoring and support is an invaluable resource for both new business start-ups
and established businesses looking to expand their label.
To ensure the successful implementation of all business functions there are many
considerations and decisions that need to be reviewed from business strategy to initial
design concept, product development, sourcing, production, finance, marketing, legal and
those all important sales!
FashionCapital.co.uk has over 30 years experience in the industry and has developed an
extensive network of key industry experts now available to support your business. The team
of mentors have been carefully selected for their specialised areas of expertise.
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Case Study 5: 15billionebp
Profile

Vision: To transform young futures by pioneering innovative careers work that is proven to
transform the futures of young people by supporting them to meet the needs of the 21st
Century employer.
What is an EBP: Education Business Partnerships (EBPs) are organisations that support
the education, training and development of young people by linking businesses and their
employees with schools and colleges. Previously, most EBPs were established within the
local education authority structure and received government grants.
Who funds 15billion: funders include
 Local Authority – CEIAG within CORE schools
 Schools/Colleges (WRL, Additional CEIAG, CU, Primary/Secondary, Additional
boroughs)
 Corporate sponsorship
 ESF – Cluster/Youth talent
 Erasmus+ (Euro i-VET, developing a qualification for Euro i-VET
professions/teachers)
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Programmes available
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CAREERS CLUSTERS: “The Careers Cluster is a ESF/SFA funded contract, with the main
aim being to help improve the careers provisions/offer within schools & colleges across
Newham through working in partnership with businesses and universities”

YOUTH TALENT programme: Supporting 18-24 years NEET (Not in employment, training
or education) candidates into apprenticeships, traineeships or employment; Geographical
Location/ Area of Delivery London North & East (10 Boroughs); and Other aspect of the
project is an engagement service targeting employers to recruit young people into
apprenticeships, traineeships and employment opportunities.
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SME Engagement methods
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Modern techniques on lobbying, advocacy and partnerships in the
Apprenticeship sector: how to effectively reach out to SMEs
Expert – Modern techniques on lobbying, Jamie Stevenson, Director of Business
advocacy and partnerships in the Partnerships, South Thames College
Apprenticeship sector: how to effectively
reach out to SMEs
Why is employer engagement important to colleges?
•
•
•
•

To ensure our curriculum offer is fit for purpose to meet industry and stakeholder
expectations
To ensure our students gain economic prosperity and sustainable jobs after studying
To ensure businesses have the skills they require in the short, medium and long term
Training the next generation for jobs don’t exist yet
Why engage with SMEs?

•
•
•
•
•
•
•

95% of London’s business population
Tend to be part of the local community
Supportive of the local community
Loyal
Committed
They may grow and expand
You can reach the decision maker
Partners & Stakeholders

•
•
•
•
•
•
•
•
•

Apprentices – success stories
Employers
Parents
Members of Parliament
Local authorities
Chambers of Commerce
Business networks
Institutions/professional bodies
Job Centre Plus
Strategies to engage with SMEs

•
•
•
•
•
•
•
•

Unique Selling Point (USP)
Keep it simple
One stop shop
Dedicated team – point of contact
Carry out a Organisational Training Needs Analysis (OTNA) – consultative selling
Deliver training to the owner/manager
Bring them into the college
Walk the walk
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Partnership strategies
•
•
•
•
•
•
•
•
•
•

Joint events
Offering work experience
Promoting job opportunities
Promoting part time opportunities
Recruiting from our own talent pool
Pre-employment training
Traineeship and Apprenticeship joint recruitment
Developing existing members of staff and succession planning
Job fairs
Mock interviews
Here to support you -Partnership strategies

•
•
•
•
•
•
•

A one stop shop – large enough to cover many different training needs
Develop existing members of staff
Attract new members of staff
Help with local recruitment – vacancy matching service
We advertise and assess, you interview and select
Also, recruit from a large and local talent pool – access to nearly 18,000 students
Try before you buy – short courses, apprenticeships, work experience and work
related learning
Apprenticeship strategies

•
•
•
•
•
•

Recruit Apprentices for entry level jobs, with promotion opportunities
Use higher/HE apprenticeships as part of a graduate scheme
Use Apprenticeships for up-skilling and re-skilling (change in job role, management)
Use Apprenticeships for succession planning
New entry route into the business
Alternative way of recruiting
The offer

•
•
•
•
•
•
•
•
•
•

Dedicated Account manager, budget manager and assessor/trainer
End to end recruitment, assessment and interview service
Free support and guidance to ensure you take full advantage of apprenticeship
opportunities and your levy
A training and organisational needs analysis to identify and training requirements
Develop an apprenticeship and training plan
Deliver training and support to up skill both your existing staff and bring new recruits
with talent into your organisation
Deliver apprenticeship training, mentoring and coaching sessions to potential
mentors and managers
Access to our alumni talent pool
Provision from level 1 to level 7
Remove the red tape and burden
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Benefits
•
•
•
•
•
•
•
•
•

Grow your own
Managers of the future
Addresses skills gaps/succession planning
Reduce staff turnover and recruitment costs
Loyalty
Increasing productivity and efficiency
Fresh new ideas and ways of working
Improving customer service and repeat business
Return on investment
Virtuous Circle/Triangle

Business Breakfasts with SMEs

Case Studies
•
•
•

http://www.tacnet.org.uk/home/511
https://www.youtube.com/watch?v=kGdrxZlH7D8
Started with 6 employers (SMEs)
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•
•
•
•
•

14 Apprentices
National coverage
Recruiting over 500 Apprentices a year
Over 40 employers in London
3 Apprenticeship pathways

Example Case Study
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Examples Case Study 2
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Apprenticeships – The Trailblazers
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Apprenticeship Training Agency (ATA)
The Apprenticeship Training Agency or ATA model is an alternative approach to the
recruitment and employment of apprentices. Instead of the traditional Apprentice-Employer
relationship, the ATA model offers Employers the opportunity to benefit from the extra
staffing that an Apprentice can bring, without the final burden that often comes with the
appointment.
The ATA model is specifically designed for those who can only afford to employ an
apprentice for 2-3 days are week, which is below the 30 hours a week minimum of
employing an Apprentice.
Unlike the traditional method of Apprenticeships, under the ATA model it is the
Apprenticeship Training Agency that acts as the employer for the apprentice. The
Apprenticeship Training Agency also matches the apprentice to a suitable employer.
The host employer pays the Apprenticeship Training Agency a fee for the apprentices’
services, similar to a recruitment agency. This fee is based on the wage agreed between the
host employer and the Apprenticeship Training Agency, in-line with the National
Apprenticeship Minimum Wage and an ATA management fee.
Employer benefits include:





Support with recruitment of Apprentices;
The Apprenticeship Training Agency is responsible for wages, tax, National
Insurance as well as the connected administration and performance management;
The Apprenticeship Training Agency is responsible for the supervision of the
apprentice during the Apprenticeship period;
Links with an approved training provider, as well as ongoing support for the employer
and the apprentice throughout the apprenticeship.

Often the Apprenticeship Training Agency is also the training provider who delivers the
Apprenticeship qualification.
The ATA model also allows an apprentice to work with more than one employer, which is
especially useful when one employment placement does not offer the activities to ensure an
apprentice can to the work necessary to achieve their qualification.
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ANNEX 1: Multi-Planning Review – Feedback Record

37

ANNEX 2: Multi-purpose Evidence Record – page 1
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ANNEX 2: Multi-purpose Evidence Record – page 2

39

ANNEX 3: Contract of employment – Apprenticeship
Contract of Employment
A. PURPOSE OF CONTRACT
This Contract sets out the rights and responsibilities relating to the Apprenticeship and the
commitment to see the training through.
This forms the basis of a contract of employment between the participating persons or
organisations.
B. EMPLOYER COMMITMENT


To provide as far as is reasonably practical the experience, facilities and training
necessary to achieve the training objectives specified in the Apprenticeships Plan.



To pay the apprentice a minimum of £80.00 per week and to provide at least 16
hours of employment per week throughout the apprenticeship.



To use all reasonable endeavours, with the assistance of the partners, to arrange
employment elsewhere should the Apprenticeship be terminated due to redundancy.



To use all reasonable endeavours, with the assistance of the partners, to arrange a
training place for the Apprentice for the duration of the training with another
organisation if the Apprenticeship is terminated due to redundancy.



To undertake their legal and contractual responsibilites for the Health and Safety of
the apprentice as detailed in the work place Health and Safety assessment form.

C. APPRENTICE COMMITMENT


To work for the employer.



To observe the employers terms and conditions of employment.



In both work and training, to be diligent and punctual and to attend training, keep
records and take tests to be determined by the employers in order to achieve the
Apprenticeship Plan objectives.



To behave in a responsible manner and to promote the employers best interests.



To undertake their legal and contractual responsibilites for the Health and Safety of
the apprentice as detailed in the work place Health and Safety assessment form.
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D. APPRENTICE DETAILS
Name

____________________________________

N.I. No.
_________

____________________________________

Address

____________________________________

Date of Birth

____________________________________
_________________________________

E. EMPLOYER DETAILS
Company Name

___________________________________

Name of Contact

___________________________________

Address

___________________________________
__________________________________
___________________________________
Tel

___________________________________

Having read the above document, we the undersigned agree to the terms contained within
them:
Signed ________________________________ Date _______________
(organisation)
Signed ________________________________ Date ______________
(Apprentice)
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ANNEX 4: Training Needs Analysis – for employers
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ANNEX 5: Mathematics Initial Assessment Level 1
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ANNEX 6: English Initial Assessment Level 1
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ANNEX 7: 15billion Work Week Annual Report 2015/2016
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ANNEX 8: FASHION ENTER Apprenticeships Qualifications Example
Apprenticeship
Course title

Location
Course days & hours
Course length
Contents & Structure

Certificate Units

Level 3
Advanced Apprenticeship Level 3 Diploma and
Certificate (Garment Technology or Machine
Maintenance pathway)
The Factory
5 Days a week (4 days work placement, 1 day training)
24 Months
The FTA currently offers Apprenticeships in Apparel at
level 3 and level 4.
The level 3 apprenticeship is a 13 unit course covering
pre-production, production and the post production
within fashion manufacturing.
You will learn about legislation and how this impacts on
the garments being produced, what quality is and how
this impacts on design, production and sales, fibres and
fabrics, production processes, manufacturing
techniques, specification, market research and
participate in a comp shop. Optional units include
production planning, making a garment and anatomical
and flat measuring.
You will have access to an on-site Best of British
Factory and Fashion Studio where you will see
garments in production, participate in practical activities
as well as having seminars by current industry
professionals. We also have trips to museums and to
London Fashion Week.
Mandatory Units
 Health, safety and security at work
 Maintaining the work area for manufacturing
sewn products
 Maintain the quality of production working with
textiles, leather and materials
 Investigate markets, materials and styles
 Create and maintain technical documents and
records in garment construction
Optional
 Assess customer requirements and take
measurements
 Plan apparel production schedule
 Complete garment to customer specification

Diploma Units

Units
 Managing health and safety and employment
rights and responsibilities within the apparel,
footwear or leather industry
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Managing quality standards within apparel,
footwear or leather production
Managing own working relationships within the
apparel, footwear or leather production
Managing own working relationships within the
apparel, footwear or leather production
Manufacturing techniques within apparel
production
Materials used in the manufacture of apparel
Production management within the apparel,
footwear or leather industry

Entry Requirements






You must be 16 years old or older.
You should not be in full - time education.
You should be a British citizen, if not proof that
you are entitled to state funding ( e.g. proof of
citizen of an EEA member state, proof of
indefinite leave to remain etc).
SOME employers request 5 C grade GCSE’s
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ANNEX 9: Introduction to the British education system

Taken from the Just Landed website
https://www.justlanded.co.uk/english/United-Kingdom/UKGuide/Education/Introduction
British schools have a mixed reputation: while the quality of state education varies
widely, universities and other higher education institutions have an excellent
international reputation and educate tens of thousands of foreign students a year
from all corners of the globe.

Full-time education is compulsory in the UK for all children between the ages of 5 (4 in
Northern Ireland) and 16, including the children of foreign nationals permanently or
temporarily resident in the UK for a year or longer. No fees are payable in state schools,
which are attended by over 90 per cent of pupils.
The rest attend one of the 3,200 private fee-paying schools, which include American,
international and foreign schools. A large majority of pupils stay on at school after the age of
16 or go on to higher education, but a study in 2012 showed a drop of almost 32,000
students staying in education post-16. Currently, in 2013, young people in Year 11 (England)
and Year 12 (Northern Ireland) are entitled to leave compulsory education at the end of the
school year in which they reach 16. However, from 2015, all young people in England will
have to either be in school or on an approved training scheme until they are 18.
Most state schools (primary and secondary) are co-educational (mixed) day schools, with
the exception of a few secondary schools that accept boarders. Private schools include day
and boarding schools and comprise of single-sex and coeducational institutions. Admission
to a state school for foreign children is dependent on the type and duration of the residence
permit granted to their parents. Your choice of state and private schools varies considerably
depending on where you live.
Stages of education
England:









Infant schools (Ages: 4+ to 7)
Junior schools (Ages: 7+ to 11)
Primary schools (Ages: 4+ to 11)
Middle schools (Ages: 4 - 12, 4 - 13, 8 - 12, 9 - 12, 9 - 13, 10 - 13, 10 - 14)
Secondary/High Schools (Ages: generally 11 -16 or 11 - 18)
Studio schools: for students aged 14 - 19 who require an education based on the
world of work which promotes employability and citizenship
Sixth form colleges (Ages: 16 - 18)
State boarding schools: most of these accommodate those in the secondary/high
school age ranges, but two offer primary provision as well (Ages: 7-18, 4-16)
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Special schools: for children with more complex and long term special educational
needs. Age ranges vary, and children enrolling in special schools must have a
‘Statement’.
Academies: these are state schools funded directly by central government. They
offer provision for any or several age ranges and accommodate for special needs.
Free schools: result of a demand for better education in the local area and are
established upon the approval of the Secretary of State for Education with funding from
central government

The age ranges in the English education system are becoming more varied, with some
academies now proposing an all through education from the first year of statutory education
to the age of 18. Furthermore, some schools in different phases of education are now
federated, meaning they remain separate but are managed under one overall structure.
Scotland:




Primary (Ages: 4.5 - 12)
Secondary (Ages: 12 - 16+, 12 - 18)
Special (age ranges vary)

Wales:
More or less identical to the system in England, except there are no middle schools and
there is one state boarding school.
Northern Ireland:




Primary (Ages: 4+ to 11)
Post-primary (Ages: 11 - 16, 11 - 18)
Special (age ranges vary)

Nursery & pre-school in the UK
Attendance at a nursery school or kindergarten for children under five isn’t compulsory. All
children must start compulsory schooling in the term following their fifth birthday. A
government scheme introduced in 1998 makes provision for part-time, ‘early years’
education for four-year olds from the term following their fourth birthday.
Children are guaranteed three two-and-a-half hour sessions a week at a registered play
scheme or school of the parents’ choice, which is one of the lowest provisions of nursery
education in Europe (in Belgium and France 95 per cent of children attend a nursery school).
Children from three to five years old may be catered for in local state nursery schools, in
nursery schools attached to primary schools or registered play schemes.
However, the provision of state nursery schools by LEAs isn’t mandatory, although LEAs
must ensure that there are places at play schemes if there aren’t enough state nursery
schools. Admission to nursery education is usually on a first-come, first-served basis.
Nursery schools have no catchment area and you can apply to any number of schools,
although you must register your child for entry as soon as possible. One advantage of
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putting your child down for entry at a state nursery school attached to a primary school is
that you’re usually ensured your child has a place at the primary school later.
The cost of private nursery school varies. Around 6 years ago, it ranged from £50 a week or
£400 a term, but it can now cost up to £15,000 a year. Average childcare costs are around
£100 short term (25 hours). Some schools allow you to choose a number of morning or
afternoon sessions. School hours vary, but may be from 9am to noon (morning session) and
12.15pm to 3.15pm (afternoon session).
Children who attend nursery school all day usually require a packed lunch (a mid-morning
snack and drink may be provided by the school). There are over 800 nursery schools in the
UK using the world-famous Montessori method of teaching.
If you’re unable to get your child accepted by a state-aided nursery school, you must pay for
him to attend a private pre-school playgroup. These usually cost from £2.50 to £4 a session.
Many playgroups accept children from age two, but stipulate that they must be toilet trained.
Informal play facilities are provided by private nursery schools and playgroups, or may be
organised by parents and voluntary bodies such as the Pre-School Learning Alliance
(www.pre-school.org.uk), which provides places for some 800,000 under fives. To find out
where the nursery schools and playgroups are in your area, get in touch with Childcare Link
(0800–096 0296).
Children attend between two and five weekly sessions of two and a half hours a day on
average. Parents pay a fee each term and are encouraged to help in the running of the
group. A playgroup doesn’t generally provide education (just educational games) for under
fives, although research has shown that children who attend play school are generally
brighter and usually progress at a much faster rate than those who don’t.
Nursery school is highly recommended, particularly if a child or its parents aren’t of English
mother tongue. After one or two years in nursery school, a child is integrated into the local
community and is well prepared for primary school (particularly if English isn’t spoken at
home). A number of books are available for parents who wish to help their young children
learn at home, which most educationalists agree gives children a flying start at school.
Primary school in the UK
Primary education in the UK begins at five years and in state schools is almost always coeducational (mixed boys and girls). Primary school consists mainly of first or infant schools
for children aged five to seven (or eight), middle or junior schools for those aged 7 to 11 (or 8
to 12) and combined first and middle schools for both age groups.
In addition, first schools in some parts of England cater for children aged from five to eight,
nine or ten, and are the first stage of a three-tier school system: first, middle and secondary.
Some primary schools also provide nursery classes for children aged five.
LEAs must provide a primary school place at the start of the term following a child’s fifth
birthday, although some admit children earlier. If a child attends a nursery class at a primary
school, he usually moves up to the infants’ class at the same school, although it isn’t
compulsory. Entry to a primary school isn’t automatic and parents must apply to the head for
a place.
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The transition in the other UK countries can be seen in the table in the ‘Introduction’ section.
In a few areas, children may take the 11-plus examination, which determines whether they
go on to a grammar or high school, or to a secondary modern school.
Secondary school in Britain
Secondary schools are for children from 11 or 12 to 16 and for those who choose to stay on
at school until age 18 (called ‘sixth formers’). Most state secondary schools are coeducational, although there are many single-sex schools in Northern Ireland. Students are
streamed in some secondary schools for academic subjects. The main types of secondary
schools are as follows:
















Middle schools - Although regarded as secondary schools, middle schools take
children aged 8 or 9 who move on to senior comprehensive schools at 12 or 14.
Comprehensive Schools – Admission is made without reference to ability or
aptitude. Comprehensive schools provide a full range of courses for all levels of ability,
from first to sixth year (from ages 11 to 18, although some cater for 11 to 16-year-olds
only) and usually take students from the local catchment area. In some counties, all
secondary schools are comprehensive.
Secondary Modern Schools – Provide a general education with a practical bias for
11 to 16-year-olds who fail to gain acceptance at a grammar or high school. Like
comprehensive schools, secondary modern schools cater for students from the local
area.
Secondary Intermediate – Northern Ireland only. Equivalent to a comprehensive
school.
Secondary Grammar Schools – Have a selective intake and provide an academic
course for pupils aged from 11 to 16 or 18 years.
Studio schools: for students aged 14 - 19 who require an education based on the
world of work which promotes employability and citizenship
Academies - these are state schools funded directly by central government. They
offer provision for any or several age ranges and accommodate for special needs.
High Schools – Are provided in some areas for those who pass their 11-plus exam,
but aren’t accepted at a grammar school.
Sixth Form Colleges – Schools where 16-year-olds (e.g. from secondary modern
schools) study for two years for GCE A-levels. It also takes students from
comprehensive schools catering for 11 to 16-year-olds.
Technical Schools – Provide an integrated vocational education (academic and
technical) for students aged from 14 to 18. Schools take part in the Technical and
Vocational Education Institute (TVEI) scheme, funded by the Manpower Services
Commission (MSC).
City Technology Colleges – Specialise in technological and scientific courses for
children aged 11 to 18 (see below). City Technology Colleges are usually located in
deprived parts of the UK.

Comprehensive schools are usually divided into five or seven year groups, with the first year
having the youngest children, e.g. 11-year-olds. At the age of 16, students can take GCSE
examinations or leave school without taking any exams.
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After taking their GCSEs, students can usually stay on at school for the sixth form (or
transfer to a 6th form college) and spend a further two or three years studying for their Alevel examinations, usually in order to qualify for a place at a university. They can also
retake or take extra GCSEs or study for the BTech or GNVQ (General National Vocational
Qualification) exams at a 6th form college. Around 40 per cent of all students stay on at
secondary school to take A-levels.
The average pupil: teacher ratio in most state secondary schools is around 22, although
class sizes are over 30 in some schools. Teaching time is from 22 to 26 hours in secondary
schools, but may be increased to boost exam results.
City technology colleges are state-aided, independent of LEAs, and are a recent innovation
in state education for 11 to 18-year-olds. Their aim is to widen the choice of secondary
education in disadvantaged urban areas and to teach a broad curriculum with an emphasis
on science, technology, business understanding and arts technologies. Although initially
received with hostility and scepticism by the educational establishment, technology colleges
have proved a huge success.
State or private school
One of the most important decisions facing newcomers to the UK is whether to send their
children to a state or private school. In some areas, state schools equal the best private
schools, while in others (particularly in neglected inner city areas) they lack resources and
may achieve poor results. In general, girls achieve much better results than boys and
immigrant children (e.g. from Asia) often do particularly well. The UK’s education system has
had a bad press in recent years and, according to many surveys, is falling behind the leading
countries, particularly in mathematics (maths) and science.
Many parents prefer to send their children to a private school, often making financial
sacrifices to do so. Not so many years ago, private education was the preserve of the
children of the nobility and the rich, although today around half of the parents of private
school pupils were themselves educated at state schools. There has been a sharp increase
in the number of children attending private schools in recent years, owing to the increasing
affluence of the middle classes.
There’s no legal obligation for parents in the UK to send their children to school, and they
may educate them themselves or employ private tutors. This can be referred to as ‘home
schooling’, but the legal term in England is ‘education otherwise than at school’. Parents
educating their children at home don’t require a teaching qualification, although they must
satisfy the local education authority in that the child is receiving full-time education
appropriate to his or her age, abilities and aptitudes (they check and may test your child).
Expat parents considering this possibility are advised to consult organisations such as
‘Education Otherwise’ for information about this option and its implications.
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